In this study, the present paper examined the relationship between Protestant Work Ethic (PWE) and Workplace
Introduction
first proposed the Protestant Work Ethic (PWE) as a cultural value that represents the extent to which individuals place work at or near the center of their lives [1] . The beliefs in PWE straddle nearly all of the social sciences especially psychology and sociology [2] while it appears, and it has embedded in popular culture and been acknowledged as a crucial determinant of work-related behaviors [3] . It is still invite scholarly interests in such diverse fields today. However, relatively little recent attention has been given to the concept of PWE in the applied psychological and management literature assuming that it's necessary to explore the relations of PWE to organizationally relevant variables in the workplace.
Scholarly work has identified that there is a pervasive and universal phenomenon at workplace called Workplace Ostracism [4] . Workplace Ostracism refers to individuals being excluded and ignored by others in workplace [5] . And it associated with diminished psychological well-being and satisfaction with colleagues [6] [7] . Being excluded and ignored in workplace is an unpleasant, even painful experience. What's more, not only are such experiences painful, but under some circumstances they can have an even greater negative impact than other harmful workplace behaviors such as aggression and harassment. There is a large body of literature about Workplace Ostracism. Most researchers focus on the detrimental consequences of ostracism in the workplace [8] , such as presenting challenges that can lessen the resources individuals hold [9] which cause employees experience emotional exhaustion [10] and deteriorated psychological well-beings [11] ; associating with undesirable behaviors, examples as acting rudely, withholding assistance and mocking with others [12] ; increasing individuals' job stress and turnover intention and decreasing job performance [9] . There is little concern about the factors that precipitate the occurrence of this phenomenon [13] . Just as Wu, Wei, and Hui (2011) [11] note that examinations of the antecedents of Workplace Ostracism is indeed significant, on account of only when the antecedents are designated, can efficacious measures be taken to minimize the occurrence of Workplace Ostracism.
Given ostracism's frequency and impact, understanding how to cope with ostracism is also critical because effective coping strategies may mitigate workplace ostracism. Recent research on positive organizational behavior focused on employee well-being in the workplace [14] . Employee well being is an important variable in coping with Workplace Ostracism. Bandura (1986) [15] , for example, claimed that employee Well-Being is a function of aversive experiences at workplace (for example: depression, anxiety, emotional exhaustion and job tension). However, Diener (1999) [16] Subjective Well-Being states that Subjective Well-Being (SWB) is essential to well-being. Moreover, findings to date suggest that employees with high SWB are happier and more satisfied with their lives, and they are more likely to be effective workers and to have successful careers [17] . SWB is defined as a person's evaluation of his or her life, The study of SWB is a new area in the behavioral sciences, and it has been empirically shown that a happy worker is more likely to be successful in many aspects of life. More importantly, the importance of SWB is crucial since empirically it has been shown that a happy worker is more likely to be successful in many aspects especially in workplace. Thus, the main objective of present article is to examine the relationship of PWE with Workplace Ostracism by focusing the mediating effect of SWB.
Literature and Hypotheses

Subjective Well-Being (SWB)
Diener, Oishi and Lucas (2015) [18] defined SWB as individuals' evaluations of their lives-the degree to which their thoughtful appraisals and affective reactions indicate that their lives are desirable and proceeding well. It is a multidimensional construct that includes cognitive and affective Components. Specifically, Diener (1984 Diener ( , 2000 [19] [20] defined SWB as a construct with three components which include life satisfaction, positive affect or the frequent experiences of pleasant emotions such as feelings of energy and engagement, and a low level of negative affect or a relative absence of unpleasant emotions such as distress and anxiety. Subsequent empirical studies supported this tripartite structure of SWB [21] [22] . Furthermore, these three components are related but separable constructs [19] , and can be easily measured using self-reports in a valid and reliable manner [23] [24].
PWE, Life Satisfaction and Workplace Ostracism
The Protestant Work Ethic (PWE), an orientation to work that is a set of beliefs and values that work is valuable, important, and a central life interest [25] . Blood (1969) [26] stated that the more an individual endorse PWE beliefs the more satisfied they were with their lives in general. In addition, [27] demonstrated that congruent environments for the subjects who endorse PWE are among individuals with similar tastes and values to their own, and they can perform tasks which they enjoy and are able to do, these environments provides life satisfaction for them. These studies have analyzed the relationship between PWE and life satisfaction. Life satisfaction is the cognitive component of SWB [28] , and this component is a cognitive judgmental evaluation of one's life [29] . The relationship between PWE and life satisfaction have been demonstrated by many other studies except above review. For example, Emmons (1986) [30] found that the strivings to work predicted life satisfaction, relevantly, the person with high PWE is respect for work, and willingness to make an effort to work [31] . Except for that, Ghorpade, Lackritz and Singh (2006) [32] stated that self-esteem is personality traits that is initially correlates to PWE, and self-esteem is one of the strongest predictors of life satisfaction [33] .
Workplace Ostracism is the degree to which individuals perceive that they are ignored or excluded by other employees at workplace [8] . Several descriptions of Workplace Ostracism behaviors have been offered, for example, withholding needed information, giving the silent treatment, avoiding conversation or eye contact, and giving the cold shoulder [5] , as well as undesirable behaviors such as acting rudely, mocking or arguing with others, and withholding assistance [12] . Moreover, Workplace Ostracism is demonstrated is associate with anxiety, depression and stress [18] [7] . However, there are many study state that life satisfaction is negatively correlated with depression, anxiety, emotional distress, anger, loneliness, and symptoms of psychological disorders [34] . In addition to these, individuals with lower life satisfaction are at risk for a variety of psychological and social problems such as maladaptive relationships with others [35] . Obviously, these theories have shown a negative correlation between life satisfaction and Workplace Ostracism. In the terms of these psychological impact of lower life satisfaction, a variety of studies have examined these various outcomes associate with and go with the Workplace Ostracism [36] . More specifically, Wu et al. (2011) [11] proved that the person with lower life satisfaction is particularly at higher risk of being ostracized. These above reasons allow for a clearer conceptual understanding of how life satisfaction mediates the relationship of PWE to Workplace Ostracism, we propose:
Hypothesis 1: life satisfaction mediates the relationship between PWE and Workplace Ostracism.
PWE, Positive Affect, Negative Affect and Workplace Ostracism
Locus of control, self-esteem and self-efficacy are the personality traits of individuals with PWE beliefs [37] [38] [39] . And individuals with high PWE beliefs experience a sense of personal engagement in work-related tasks [40] . However, a large body of studies shows that these personality traits are the source of positive affect (PA) and can lessen the feeling of negative affect (NA) [19] . PA and NA are the affective component of SWB. Watson, Clark & Tellegen (1988) [41] stated that PA reflects the extent to which a person feels enthusiastic, active, and alert; NA is unpleasurable engagement that subsumes a variety of aversive mood states. Just as above literature review, researches show that PWE is strongly related to PA and NA. For example, Brandt (1980) [42] found that locus of control is related to PA in a number of populations. Reich and Zautra (1981) [43] postulate that self-efficacy is a ubiquitous source of PA. And Diener (1984) mentioned that commitment and involvement can lessen negative emotions [19] .
There are a large number of studies reporting on the relationship of PA, NA and Workplace Ostracism. Costa and McCrae (1995) [44] suggest that extraversion is one basic dimension of personality that lead to PA. In addition, extraversion was found to co-vary with PA [45] [46] . Consequently, Wu et al. (2011) examined how extroversion relates to Workplace Ostracism [11] , and finally found support for the idea of extroversion is negatively related to Workplace Ostracism. Except for these, there is some other empirical support for the notion that NA is positively relate to Workplace Ostracism. NA subsumes a variety of aversive mood states such as anger, contempt, disgust, guilt, fear, and nervousness [41] . And these mood states accompany the Workplace Ostracism behaviors such as acting rudely, mocking or arguing with others, and withholding assistance [12] . In addition to these, George (1992) [47] reported employees who exhibit high NA have worse relationship with co-workers and supervisors, and it has been found to be associated with ostracism at workplace [48] [49] . On the basis of our literature review, we propose:
Hypothesis 2: PA mediates the relationship between PWE and Workplace Ostracism.
Hypothesis 3: NA mediates the relationship between PWE and Workplace Ostracism.
Method
Sample and Procedures
Participants in this study were employees from different enterprises in different provinces in China, such as Beijing, Inner Mongolia Autonomous Region, Guangdong, Fujian, Shanxi, etc.
Survey data were collected at two time points separated by 3 Months. And two waves of data collection were performed in order to reduce the common method bias [50] . In the first-wave survey (T 1 ), the employees' information on their own demographics, PWE and SWB were provided. In the second-wave survey (T 2 , three months after T 1 ), the employees reported their perceptions of Workplace Ostracism.
Data were collected based on the following procedures. With the assistance of the human resource managers of firms, a list of 1300 randomly selected employees was prepared. Survey questionnaires were coded before distribution, and the human resources departments assisted in matching the identity numbers and names of respondents with the responses of the T 1 and T 2 surveys conducted. Questionnaires were then administered to the selected employees separately. The employees acquired the survey packets in a meeting room during work hours, in the presence of data collectors trained and led by one of the authors. Respondents were informed that the survey aimed to examine the experience of human resource practices; they were assured of the confidentiality of their responses. Each respondent placed his or her completed survey into a sealed envelope, and returned it to a box positioned in the human resources department. Survey questionnaires were coded before distribution. The scales were converted into Chinese following the commonly used back translation procedure [51] .
In wave one, 810 questionnaires were returned, with a response rate of 62.3%. Three months later, the second-wave survey was conducted, and 684 questionnaires were returned, with a response rate of 84.4%. In total, after questionnaires with missing data were eliminated, there were 667 usable responses. A total of 363were females (54.4%); 329 were in the age range of 25-34 (49.3%); 330 were in the tenure range of 3-5 (49.5%). The employees have a good educational background with a percentage of 82.2% above college level. The jobs of these employees involved relatively high levels of social interactions. Thus, it appears that this sample is relevant and suitable for testing our theoretical model.
Instruments
Protestant Work Ethic
Mirels and Garrett's (1971) 19-item scale was used to measure protestant work ethic, with each item rated on a 5-point Likert-type scale. The scale is the most frequently used in the literature [52] and continues to be employed in research studies [53] [54] [55] to assess the PWE construct to date. Sample items are, ''Life would be more meaningful if we had more leisure time.'' (Reverse coded), "There are few satisfactions equal to the realization that one has done his best at a job." "The most people who do not succeed in life are just plain lazy." "Any man who is able and willing to work hard has a good chance of succeeding." "Hard work offers little guarantee of success." Cronbach's alpha for the scale was 0.86 (mean = 62.81, SD = 10.15).
Subjective Well-Being
The SWB scales are designed to measure global evaluations of affect and life quality. SWB has three major components, including one cognitive dimension (i.e., life satisfaction) two affective dimensions (i.e., positive affect and negative affect). Life satisfaction was assessed with the Satisfaction with Life Scale [56] . The most widely used SWLS is a five-item self-report measure of overall satisfaction with life, with responses measured on a Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). This Affect dimension was assessed using the Positive and Negative Affect Schedule [41] . The Positive affect scale consists of active, alert, attentive, determined, enthusiastic, excited, inspired, interested, proud, and strong (Cronbach's alpha = 0.89). The Negative affect scale is comprised of afraid, ashamed, distressed, guilty, hostile, irritable, jittery, nervous, scared, and upset (Cronbach's alpha = 0.87). Participants rated the extent to which they had felt each of the affects ''during the past few days''.
Workplace Ostracism
Employees completed the 10-item Workplace Ostracism scale developed by which assesses exclusionary behavior. Sample items included: "Others avoided you at work," "Others at work shut you out of the conversation." "Others refused to talk to you at work." "Others left the area when you entered" "Your greetings have gone unanswered at work." "You involuntarily sat alone in a crowded lunchroom at work." and "Others at work treated you as if you weren't there." The scale's reliability was 0.93 (mean = 20.56, SD = 7.63).
Control Variable
In line with previous work, this study controlled for the employee's gender, as females more often report being the target of workplace incivility [57] and aggressive behavior [58] . Both the social psychological and organizational literature suggest that age is related to the occurrence of workplace exclusion, thus, age is controlled for in this study. The paper also controlled for the tenure and education because of the possibility that employees newer who have had less time to develop meaningful work relationships may report levels of exclusion than those with more years of tenure [13] and one's level of education is associated with substance abuse [59] which often associated with acts of exclusion while at work. Finally, we controlled for the income because of Diener, Louis, and Shigehiro (2013) [60] found that rising household income is significantly associated with all three forms of subjective well-being.
Results
Confirmatory Factor Analysis
Confirmatory factor analysis (CFA) was conducted to ensure sufficient convergent and discriminant validity among all variables in our model. We first tested a model that consisted of five factors: PWE, life satisfaction, PA, NA and Workplace Ostracism. Results showed the five-factor model fit the data well (χ 2 = 951.26, dƒ = 220, p < 0.001, RMSEA = 0.07, CFI = 0.91, TLI = 0.90). We further compared the five-factor model to an alternative three-factor model, which included PWE as a single factor, the mediator variables (life satisfaction, PA and NA) as a single factor, Workplace Ostracism as a separate factor (χ 2 = 623.83, dƒ = 62, p < 0.001, RMSEA = 0.12, CFI = 0.85, TLI = 0.81). Finally, we compared five-factor model to a one-factor model, in which all items loaded onto a single factor (χ 2 = 277.01, dƒ = 5, p < 0.001, RMSEA = 0.29, CFI = 0.05, TLI = 0.28). Model comparison results revealed that the five-factor model fitted the data considerably better than any of the alternative models. Given these results, all five constructs were applied in subsequent analyses. Notes. Values in parentheses on the diagonal are the Cronbach's alpha value of each scale. n = 667; * p < 0.05, two tailed, ** p < 0.01, two tailed.
Descriptive Statistics
As shown, PWE is positively correlated with life satisfaction (r = 0.33, p < 0.01), positive affect (r = 0.45, p < 0.01), and negative affect (r = 0.22, p < 0.01). In addition, life satisfaction (r = -0.02, p < 0.05) and positive affect (r = -0.03, p < 0.05) are negatively correlated with Workplace Ostracism, negative affect (r = 0.51, p < 0.01) is positively correlated with Workplace Ostracism. These results support the hypotheses.
Hypothesis Testing
The hypotheses predict that life satisfaction, positive affect and negative affect, the three component of SWB mediate the relationship between PWE and Workplace Ostracism. In order to test our multiple-mediation model, we followed a structural equation modeling (SEM) approach using Amos 17.0. Figure  1 displays the structural equation model. 
Discussion
This study provides a test of the mediating mechanisms by which PWE impacts Workplace Ostracism. The results demonstrate that each of the hypothesized mediation mechanisms plays a significant role in explaining the impact of PWE on Workplace Ostracism. Life satisfaction, the cognitive component of SWB, was found mediate the relationship between PWE and Workplace Ostracism. Second, positive affect and negative, the affect component of SWB, were found mediate the relationship between PWE and Workplace Ostracism.
This work demonstrates that individuals' perceptions of SWB mediate the relationship between PWE and Workplace Ostracism. First, we support the idea that life satisfaction is a mediator. This finding is consistent with the previous researches, which has concluded that PWE relates to life satisfaction, and life satisfaction affects Workplace Ostracism. A look back on the history of the PWE construct might be useful in explaining this result. The result of relationship between PWE and life satisfaction is in line with findings of Buzkurt et al. (2010) [61] who reported that high endorsement PWE employees derive life satisfaction by putting enough effort and labor to earn it when given a task. To some extent, this is consistent with the popular saying that "To live like a king, one has to work like slave." In the case of PWE, it is an orientation to work and a set of beliefs that work is valuable, important, and a central life interest [25] , as a result of it, employees with high PWE are more motivated for hard work [62] , so forth in order to build their organization with high quality of life, which means perceive high life satisfaction in their organization [63] . Similarly, this result also goes in line with a previous research, which had concluded that employees who scored high on PWE tended to work hard to produce and build quality in their work and will enjoy the satisfaction that comes out of their sweat as they get identified with good workmanship [64] . As the report also demonstrated that employees with high life satisfaction are at less risk of being ostracism, this is consistent with Boehm and Lyubomirsky (2008) [65] theorizing that person perceive high life satisfaction tend to be more popular and likable. When participant responses to individual items, such as "others avoided you at work" or "others refused to talk to you at work", the result is examined. On the other hand, it also in line with Diener's (2012) theory that high life satisfaction person seems to foster success in the workplace. As we all know, individuals are generally expected to work together to achieve common organizational goals at organizational setting [66] . So that when their co-workers perceive them to be highly valuable or especially relevant to their future success, employees are less likely to become the target of ostracism.
Second, the present paper identify that PA mediate the effect of PWE on Workplace Ostracism. This result confirms that person with high PWE will feel high PA. And the result is in accordance with study of Higgins et al., (2001) , PWE endorsement may be associated with what called a prevention focus rather than a promotion focus, that is, high PWEs may be more concerned with striving for pleasant end states (e.g. enthusiastic, active). More specifically, we can learn from Furnham (1990b) that employees with PWE are better workers and are more likely to achieve more while at work and will feel high positive emotions while at work [31] [67] . The finding of the negative relationship between PA and Workplace Ostracism is consistent with existing literature [68] . Diener (2012) claimed that positive feelings help people in a number of areas of their lives, such as leading to better relationship and interaction at workplace. In addition, he also demonstrated that employee with high PA are likely to be more productive, creative and efficient, as we all know, these characters are likable and popular at workplace [64] . Just as the example of Google's offices, in which the company lets employees feel truly comfortable, even with positive feeling. Shin et al. (2011) stated that PA is associated with peer acceptance and initiating positive interaction with peers. So if you feel high PA, you get more chance to communicate and cooperate with co-workers and get less chance of perceiving ostracism. In sum, the findings demonstrated that PA mediates the relationship between PWE and Workplace Ostracism.
Furthermore, this paper demonstrates the mediate role of NA. PA and NA are two reverse emotions. Person feels high levels of PA, which means lower in NA. Person with high PWE achieve more in hard working, feel high in PA and low in NA because of work is the central interest of their life [25] . When at workplace, person with PWE beliefs felt low in NA because they can attain goals of their life. This confirms the present finding which presented the negative relationship between PWE and NA. Taken together, these consistence with Higgins et al. (2001) stating that employees with high PWE may be more concerned with avoiding unpleasant end states (e.g. Depression, anxiety). Worth noting, the result of the effect of NA and Workplace Ostracism presented by this paper in a way agree with previous research where the employees who display negative behaviors at work are more likely to become the target of mistreatment [69] . Specifically, NA contains a variety of unpleasurable mood states, such as anxiety, anger, depress and so on. When person around you presence these mood, you will not like he or she, and avoid them even not cooperate with him or her. Then Workplace Ostracism will happen. Therefore, employees with high NA are more likely to be targeted of Workplace Ostracism. This finding is consistent with Diener (2012) theorizing that when people meet others who are depressed, they tend to want to avoid them in workplace. In considering this result, it is important to note that managers nowadays minimize the occurrence of Workplace Ostracism by decreasing employees' NA such as depression and stress. Moreover, neuroticism is always associated with NA, so the person feel NA at work are at risk of ostracism because Leung et al (2011) [70] demonstrated that neurotic individuals are more likely to perceive ostracism. On the other hand, employees who are viewed as neurotic may be at risk for exclusion, as neurotic could be construed as unstable or unreliable from a relational standpoint [58] . All the present results of this paper confirmed the above view: NA mediate the relationship between PWE and Workplace Ostracism.
Contributions and Implications
The present research makes several distinct theoretical contributions. First, the paper built and empirically examined a conceptual model that links PWE to Workplace Ostracism by focusing the mediating effects of SWB. The final results empirically demonstrated that PWE is one determinant of SWB. Specifically, we proved that who have a strong commitment to working hard, admiration of work itself, asceticism, negative attitudes to leisure and internal motive, present higher level of life satisfaction, PA and lower NA. Such results devote to the SWB research by indicating some critical antecedents.
Second, going beyond previous correlation analysis of the emotional antecedents of Workplace Ostracism [11] , the present study applied the regression analysis to the relationship between SWB and Workplace Ostracism, and found that life satisfaction and positive affect are negatively related to Workplace Ostracism, negative affect is positively related to Workplace Ostracism. This indicates that subjects who present high life satisfaction, positive affect and low negative affect are less likely being the target of Workplace Ostracism.
Third, extending this theoretical implication of our findings, it is also possible that SWB may be used to cope not only with Workplace Ostracism, but also with other destructive behaviors such as abusive supervision [11] .
Fourth, the pattern of full mediation results also points to future research opportunities. The impact of PWE on Workplace Ostracism was fully mediated by life satisfaction, PA and NA, the three component of SWB. Thus, these direct influence of PWE and Workplace Ostracism may be worthy of further examination. Moreover, these results suggest the effects of PWE on Workplace Ostracism may operate through additional mediation paths. In general, the consideration of SWB opens new avenues for Workplace Ostracism and PWE research.
This theoretical model and empirically findings also have crucial practical implications. As Wu et al. (2011) stated that that Workplace Ostracism is costly for both employees and organizations. Our findings suggest that managers or leaders can strengthen employees perception of SWB by offering programs and office events that encourage interaction and communication [71] to lessen the occurrence of Workplace Ostracism. Moreover, as our findings show that employees low in life satisfaction and positive affect are more likely to gain perception of ostracized. Hence, managers or leaders should pay attention to these employees in particular, simultaneously provide training, counseling, and social support for them so as to help them keep away from Workplace Ostracism and decrease the negative impact of it.
Strengths and Limitations
The present study has multiple strengths worth mentioning. First, two waves of data collection from different sources decrease the potential problems associated with the common method variance as Podsakoff et al. (2003) mentioned. Second, collected data at three distinct points in time lends some support to the causal nature of the model with regard to the antecedents of Workplace Ostracism [72] .
The study has a limitation that should be noted. A constraint on the generalizability of our findings is Chinese collectivistic cultures. As Hui (1988) [73] demonstrated that Collectivism is a series of feelings, beliefs, behavioral intentions, and manners related to solidarity and concern for others. Collectivistic cultures stress on close and harmonious interpersonal relationships. As a result, employees will be more likely to be sensitive to Workplace Ostracism in collectivistic cultures [74] . The present findings may not be summarized in more individualistic cultures on account of our data were collected in China.
Conclusion
Drawing on the mediating effect of Subjective Well-Being (SWB) which is a construct with three components that include life satisfaction, positive affect and negative affect, this research examined the relationship between Protestant Work Ethic (PWE) and Workplace Ostracism. Result indicated that as predicted, life satisfaction, positive affect and negative affect mediate the relationship between PWE and Workplace Ostracism.
Ethical approval: All applicable international, national, and/or institutional guidelines for the care and use of animals were followed.
